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THE MINUTES OF THE SPECIAL MEETING OF
THE REGENTS OF THE UNIVERSITY OF NEW MEXICO
November 21, 1994

The Regents ofthe University of New Mexico held a special meeting on Monday, November
21,1994 in the Roberts Room of Scholes Hall. A copy of the public notice of the meeting
is on file in the Office of the President.
Regents Present:
Arthur D. Melendres, President
Penny Taylor Rembe, Vice President
Barbara G. Brazil, Secretary/Treasurer
J. E. (Gene) Gallegos
Roberta Cooper Ramo (arrived at 1:45 p.m.)

•

Regents Absent:
Siegfried S. Hecker
C. Gene Samberson
Also Present:
Advisors to the Regents
Don Burge, President, Staff Council
Bel Campbell, President, Faculty Senate
University President Richard E. Peck
Members of the Administration, the media and others
Absent:
Cici Aragon, President, Graduate Student Association
Wayne Davenport, President, UNM Foundation, Inc.
Alberto Solis, President, Associated Students of UNM
Marty Wilson, President, UNM Alumni Association

*******

•

Regent President Arthur D. Melendres called the meeting to order at 12: 15 p.m.
1

3

\.

*******
WILLIAM M. MERCER, INC. REpORT

University President Richard E. Peck presented a draft response to the report on the Human
Resources Department submitted by William M. Mercer, Inc. The University will be
presenting its fmal response to the Legislative Finance Committee on December 13, 1994.
Comments made at the Board meeting or at the Campus Town Hall on December 8 will be
used to modify UNM's presentation to the Legislature. The response includes comment on
each recommendation in the report and actions that are in progress or to be implemented.
President Peck said the Mercer report's conclusions regarding pay discrepancies cannot be
analyzed as to pay equities in the aggregate. There is no evidence that pay inequities occur
in staff employment by ethnicity if "pay grade 99" is not included in the analysis. "Pay grade
99" includes a wide range of employee categories with a very wide range of salaries. The
Mercer report said women and most minorities are paid less than White males. However,
Mercer used all employees in every classification and averaged their salaries to come up with
their conclusions. According to the Mercer report, it appears that Anglos make more
annually than Hispanics. When the same numbers are used without "pay grade 99," it shows
Hispanics make 2.5 percent more, on average, than the mean salary while Anglos make .75
percent less. The Mercer report indicates that women earn 13.5 percent less than their male
counterparts; however, removing "pay grade 99" shows women are only 1.9 percent behind.
President Peck said those figures merit further study.

•

•

President Peck reiterated the values asserted by the regents in UNM 2000: excellence,
integrity, academic freedom, caring (respect and concern), diligence and hard work and
diversity. UNM 2000 is undergoing revisions to bring it up-to-date, but the President said
the University needs to agree collectively on the values for which the institution stands.
President Peck outlined the major issues in the Mercer report and the University's
recommendations:
•

Employment Practices
The problem has been that the employment process is too complicated, timeconsuming and not user-friendly. The current recruitment and hiring processes were
implemented in response to a Department of Labor investigation several years ago.
In 1991, the University acquired software that enables it to report its hiring practices
to the Federal government as required. President Peck said he does not believe
another university has as good a record in diversity hiring as UNM has, but at a cost.
The cost was a delay in the hiring process. However, the University has made
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changes and will continue to do so. The proposed action in response to the Mercer
report is to implement a new hiring guidebook with simplified procedures by January
1995. The goal is to reduce average hiring time, maintain compliance and diversify
the workforce.

•

Grievance Process
The problem has been that it is too legalistic, adversarial and time-consuming. The
University recognizes that the previous process was not adequately serving the
institution or its employees. The University has implemented a new Dispute
Resolution Policy, and a Dispute Resolution Coordinator was hired in September
1994. The goal is to reduce time and increase satisfaction with the process.

•

Classification and Pay Equity
The problem is that some employees may be working in similar jobs, but classiped
and paid at different levels. The Wyatt report, a study on staff salary equity .3Ad
position classification, is underway to examine the entire staff salary structure. Such
a comprehensive study has not been done at UNM for at least two decades. Over
time, hiring and reclassifications may have created inequities in pay for similar jobs.
Once the staff compensation and classification study is completed and revisions to
classification and compensation are implemented as necessary, an annual monitoring
of pay by gender and ethnicity will be implemented as part of the continuous review
of the new structure. The goal is to correct inequities in classification and
compensation for persons with similar jobs.

•
•

Training and Customer Service
To improve customer satisfaction and management, the University proposes to
implement mandatory training to ensure that when good employees are promoted,
they will become good managers as well. A training session involving most senior
administrators of the divisions of Student Affairs and Business and Finance was held
in October 1994 to raise the sensitivity level regarding what is positive customer
sefVlce. Such training and orientation will contiime to occur throughouti:these
divisions.

•

•

Climate
The University implemented a "Reporting Misconduct and Retaliation" policy on
October 26, 1994 that clearly states that retaliation against employees will not be
tolerated. Training of supervisory staff includes recognition that employees have the
3
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right to raise their concerns about conditions in the workplace without fearing that
negative action will be taken by their supervisor. The new hiring Guidebook, the
Staff Compensation and Classification Study, the new Dispute Resolution process,
and improved communications methods are expected to contribute to an overall
improvement in the campus climate.
•

•

Positive Workplace Environment
The emphasis on customer service recognizes that good service starts with a welltrained, well-motivated staff. The University believes that key elements of a positive
employment climate in the workplace include:
well-qualified employees
opportunities for personal and professional growth
fair and equitable compensation plan
recognition of positive performance
quick and fair treatment of conflicts
input into decision-making processes
good communication

President Peck outlined UNM's tentative schedule as follows (the numbers in parenthesis are
the sections of the Mercer report the responses address):
12/94

Distribute for comment, draft policy on the "Right to Mange, Discipline and
Discharge" (7-3).

12/94

Complete the Staff Compensation and Classification Study by the Wyatt
Company (11-1 and 5-General Comment).

1/95

Distribute new Hiring Guidebook (3-1), implement new "Progressive
Discipline" Policy which implements dispute resolution concepts (7-3),
implement new weekly newsletter which will contain job vacancy
announcements (5-5), and begin training for managers on conducting reviews
of their business practices (4-2).

3/95

Distribute new brochure for applicants on the hiring process (5-3).

4/95

Complete first round of training on the new Hiring Guidebook (5-4) and
develop a mission statement for the Human Resources Department.

6/95

Implement new performance appraisal process (3-4).
4
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10/95

Begin periodic review of Dispute Resolution process (6-1).

12/95

Distribute employee handbook (8-8).

1995-96

Review every staff position for proper classification and correct inequities (IIl and 5-General Comment).

*******
REpORT OF OMBUDSPERSON ROBERT J. DESIDERIO

'.

Professor Desiderio reported that he was appointed Ombudsperson in February 1994 and
served as Ombudsperson for approximately five months. He said the President asked him
to (1) assist employees with the University grievance policies by explaining the grievance
processes and advising employees on how to proceed through the different steps involved
with filing a grievance, and (2) inform the President of major issues affecting employment
issues or the grievance procedures. President Peck asked Professor Jean M. Civikly-Powell
to assist Professor Desiderio in the Ombudsperson program. Over the five months of the
Ombudsperson program, Professors Desiderio and Civikly-Powell had approximately 250
contacts with employees from all parts of the University who raised concerns, problems or
issues that differed with each employee. However, some common themes were discernible.
Professor Desiderio summarized the three major problems presented from employee contacts:
Grievance Procedures
The procedures are too legalistic and adversarial employees had extreme difficulty in
understanding and following them. The average time from the commencement of a
grievance to its fmal adjudication was eight months with some cases still unresolved after
two years.
Individual Employment Issues

•

Most of the problems that arose either involved or began with a disagreement between a staff
member and his/her supervisor and because these conflicts were not resolved expeditiously,
they festered and ended up in a grievance. Until the appointment of the Dispute Resolution
Coordinator, the University had no formal dispute resolution mechanism to resolve
employment problems informally or through mediation. Many times the issues arose because
of a lack of communication between the staffmember and supervisor. Employees stated that
supervisors were unwilling to discuss department policies or decisions with them, even
though those policies or decisions affected the employees or the employees were
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knowledgeable with respect to the subject matter. According to employees, supervisors were
msensitive to concerns of employees and therefore did not accept suggestions and criticisms
in the spirit in which they are given.

•

Perception of Discrimination
One of the areas that Professors Desiderio and Civikly-Powell heard quite often, but could
not discover any evidence of, is the issue of discrimination. Some of the employees
presented cases that dealt with civil rights issues, but those cases were few in number.
Professor Desiderio said they did not find broadbased discrimination, yet because it arose and
was discussed so frequently, they felt this was an issue that ought to be handled
independently. He said the President responded by asking for assistance and counsel from
Professor Cruz Reynoso.
Of the 250 employees with whom Professors Desiderio and Civikly-Powell spoke, many
indicated that they "love" working for the University and they did not want to fmd
employment elsewhere. However, they stressed that sometimes the circumstances were not
conducive for them. Change in the University "culture" concerning treatment of employees
IS necessary.

*******
HUMAN RESOURCES REVIEW TEAM

Ms. Marsha Hardeman and Mr. Ted Martinez, members of the Human Resources Review
Team, were present at the meeting.

•

Ms. Hardeman said that in several instances the persons who were interviewed by the
consultants declined to give personal information; she added that there seems to be a lot of
fear on the campus. Throughout the process, the advisory committee often heard that there
was a tremendous fear of retaliation and a pervasive lack of trust in the Human Resources
Department. Ms. Hardeman said she is very concerned about rebuilding the level of trust and
credibility of professionalism that the Human Resources Department needs to have in order
to reestablish confidence in the department.
Ms. Hardeman commended President Peck for allowing the advisory committee full
autonomy during the study. She said that/by doing so, the President gave up a lot of
ownership, but it assured that the credibility of the committee remained intact. Ms.
Hardeman also emphasized that President Peck had nothing to do with the outcome of the
Mercer report.
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Ms. Hardeman said the advisory committee was not merely a rubber stamp for the Mercer
consultants and was very conscientious about its role in the study. A majority of the review
team members have a background in the personnel/human resources area. They were
concerned about having significant involvement and as they discussed what was appropriate
for them, they kept referring back to the language from the Legislature to make sure they
were focusing appropriately. The draft of the Mercer report was sent to the advisory
committee. The committee considered functions, and not individuals--they focused on the
positions and whether they operated effectively or ineffectively. Ms. Hardeman also pointed
out that even though the Human Resources Department was the primary focus of the study,
the University needs to take a look at how to employ equitable practices in every department
at UNM. After reviewing it and making specific recommendations and changes, a couple
of the committee members indicated that without some of those additions, the committee
would not support the document.

*******
ADVISORS AND PUBLIC INPUT
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The following advisors to the regents addressed the Board:

•

Bel Campbell, Faculty Senate President, and Don Burge, Staff Council President.
The following individuals from the public addressed the Board:
Terry Silko, retired,management consultant of human resources; Gary Sims, associate
director, UNM Valencia; Anne Apicella, Telecommunications director at UNM; David
Lepre, Principal Analyst, Legislative Finance Committee, and Terri Silva-Thompson, UNM
employee.
'.'~
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*******
Regent J.E. (Gene) Gallegos said he;lIad some concerns about the University's
recommendations and did not feel that the response adequately addressed the overriding issue
that everybody has characterized as a climate of fear and retaliation. He said by
implementing the "Whistleblower" policy, the University takes no initiative to investigate
and the entire burden for overcoming the problem of retaliation is cast upon the employees.
Regent Gallegos said the definition of "retaliation" as specified in the policy, would make
it difficult to enforce. Concerning the grievance procedure, he suggested that there may have
been nothing wrong with the previous process except the way it was being implemented and
expressed concerns about the new Dispute Resolution Policy.

•
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Ms. Erin Leff, Dispute Resolution Coordinator, said the new process is working well. Since
September, she has received approximately 75 calls regarding official disputes from
managers, staff and a combination of University employees who are interested in resolving
issues within the workplace. She says the contacts have been very positive, and she is getting
a lot cooperation in terms of reaching a resolution from all of the parties involved. At this
point, the average time to resolve a dispute is approximately 6 weeks compared with 165
days with the old process. Ms. Leff is getting input from management, faculty and staff on
the policy and will make revisions to the process within 8 to 10 months to make it more
efficient.

•

Ms. Leff said that one of the things she wanted to clarify is that she is not a staff advocate,
but a neural person attempting to make the workplace better for everybody by avoiding
adversarial processes that go on interminably. She is working with management to make
sure that the process is something that meets th~ir ne~ds as well, and so far, the response has
~"
.' .
been very positive.
EXECUTIVE SESSION

Regent Penny Taylor Rembe moved that the Regents meet in executive session to discuss
limited personnel matters, pursuant to Section 1O-15-1-H.(2), NMSA, 1978. Regent Roberta
Cooper Ramo' seconded the motion.
.
Voice vote was taken and Board members uriariimously approved.
:
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.

Motion carried.

•

Open meeting adjouroed at2:30 p.rn:
Immediately following the 'open Board mee~g, .the regents met in executive session as
moved. The regents hereby attest that the matters discussed in the closed meeting were
limited only to the discussion of limited personnel matters as indicated.

CAMPUS MASTER PLAN

The open meeting' of the Board resumed atAt~Q\p.m. to discuss the Campus Master Plan.
The meeting adjourned at 6 p.m.

.,1.<**** **

•
l

'-,) "1
.0'

~

•

\.'

•

'.~"

-

'\

i.~~;
/1."

, ,

.",

APPROVED: '

.

.....

.'

~.

'.

~/;'1f~
President

ATTEST:
,

.~.,

~iJa«. CA· fi!za,~d}~·:'"

,

... '.; .
:.' ~::, ,

.

l'

~.

.~ i i

Secretary/Treasurer

.~."

: 7 ' 'I

,

;.

','

.,.

;

"-'

,

,':. '"

'; : ;~,)!
.~

.~

r-'

,- -!

. ~ .'...: .; •
. :''': I" •

. { f~· :

~ t.('

:(",;1

,'. ~:~•..:

" ;r
I;'

'j

l~-'

.

'.'

. "I.: ."'

....

".,'

.

• . "_"; i

'i

"

.

(..

.

~

.."

. .
~

